Predictors and Effects of Emotion Regulation in Organizations: A Meta-Analysis  by Dumbravă, Eugen
 Procedia - Social and Behavioral Sciences  128 ( 2014 )  373 – 379 
Available online at www.sciencedirect.com
1877-0428 © 2014 The Authors. Published by Elsevier Ltd. Open access under CC BY-NC-ND license. 
Selection and peer-review under responsibility of Petroleum-Gas University of Ploiesti, Education Sciences Department.
doi: 10.1016/j.sbspro.2014.03.174 
ScienceDirect
EPC-TKS 2013 
Predictors and effects of emotion regulation in organizations: a 
meta-analysis 
Eugen Dumbravă,*
Babes-Bolyai University, 1,  Mihail Kogalniceanu Street, Cluj-Napoca, 400084, Romania  
Abstract 
This study investigates through meta – analysis the predictors and the effects of emotions regulation in organizations. The 
emotions are daily experiences of life, both in intimate and working environments. They represent both our response to events 
and happenings that we frequently meet and a cause of these reactions. The concept of organization itself contains a form of 
management: the attempt to control. And if the aim is to control, the emotion represents o problem hard to handle. The results of 
this study confirm the limited efficiency of present models of emotions regulation: Grandey (2000); Totterdell & Holman (2003); 
Bolton (2005), as well as an insufficient explanation of the role of mediators and moderators involved in managing emotions: 
individual factors, organizational factors and events generating emotions.  
© 2014 The Authors. Published by Elsevier Ltd. 
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1. Introduction  
The problem of emotional effort is very actual in the field of services, being based on the quality of the 
relationship between the employee and the client. Zapf (1999) develops a conceptual structure for the multiple 
facades of this investigation area, being focused mainly on the effects of the efficiency of emotional efforts on the 
mental comfort of the employee. 
In the case of organizational approach, as Fineman (1993, p.2) suggested, until now, the organizations were 
suffering from “emotional anorexia” and expected that the people leave all their worries at home when they reach 
work.  Still,  the  emotions  are  an  integral  part  of  the  daily  life  and cannot  be  separated  not  even from the  time we 
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spend working. This perception becomes more and more known in the management literature (for example: 
Ashforth & Humphrey, 1995; Ashkanasy, 1996; Ashkanasy et al., 2000; Gross & Levenson, 1997 ; Pekrun & Friese, 
1992 ;  Sinclair, 1992; Van Maanen & Kunda, 1989; Zerbe, 2000;  Zerbe & Hartel, 2000).   
We notice a connection between a profound emotional and surface adjustment and the two types of emotional 
control found by Gross (1998), the one focused on previous actions and the one focused on results. The reason for 
which Grandey’s model (2000) proposes a number of previous actions that can be proved and consequences of 
different ways of emotional control, offering in the same time, several individual and organizational factors that may 
influence emotional control in the professional environment. 
The emotional regulation as emotional effort and form of emotional activism. 
Grandey (2000) proposes a model that is concentrate on the way in which the employees use the emotion control 
processes in order to achieve the emotional effort, aiming the employee, rather than the work itself (Brotheridge & 
Grandey, 2002). The idea that the emotion adjustment at work can be equal with the emotional effort is central to the 
model of managing the emotions. 
The perspective of positive and negative individual factors . 
Kivimäki M., Vahtera, J., Elovainio, M., Helenius, H., Manoux, A.S., Pentti, J. (2005) evaluated the optimism 
and pessimism as dispositional moods with the help of a study instrument Life Orientation Test (LOT–R;Scheier, 
Carver, & Bridges, 1994) and realized that the level of pessimism increased following a severe illness in the family, 
and the level of optimism remained unaffected. Also, the people having a high score of optimism reported a lower 
increase number of days when they were registered as being ill or following a major event in their lives, like death 
or the beginning of a severe illness in the family, in comparison with the ones scoring low in optimism. 
1.1. The role of the organizational factors. 
There are studies that consider that admitting the emotion as a vital part of the organizational life (Fine, 1988; 
Fineman, 1993, 2000, 2003; Mumby and Putman, 1992), while others are constantly looking for creative solutions 
to organizational problems, such as the low quality of the “client service” department or the emotional exhaustion of 
the employees (Ashforth and Humphrey, 1995; Kinnie et al, 2000). 
Inside big organizations where direct control of the working process is imposed, it is necessary that the 
employees are directly and indirectly monitored in order to observe the need to obey directives. Callaghan and 
Thompson (2002) discuss the way in which the team leaders monitor the work of the employees in telephony 
companies, in order to assure the quality constancy for the provided services to the clients and the observance of 
company rules that regulate both the way of addressing and solving the problems for which they were called. 
2. Method 
2.1. Objectives and hypothesis  
This study investigates the relations between emotional regulation and its main predictors and effects. We have 
synthesized in Table 1 the numerous hypotheses.  
Table 1. The study hypotheses 
 Variable type Variable Expected relation 
Predictor of emotional 
regulation 
Positive individual factors +
Negative individual factors  -
Environment trigger events  -
Cognitive factors +
Effect of emotional regulation Positive emotional activism (Deep emotional effort, Well-being, 
Performance)  
-
Negative emotional activism (Surface emotional effort, Occupational 
stress, Behavior problems)  
+
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Organizational factors (Organizational problems) -
Note. We marked with ”+” and  ”-” the hypotheses that anticipates a positive / negative relation between emotional regulation and  
          the variable. 
2.2. Identifying relevant studies  
The articles have been searched using keywords, in the following databases: APA journals, Science Direct, 
PsychArticles, ProQuest, and Academic Search Premiere. The keywords used were: emotion regulation (used with 
the option „exact phrase”), workplace, occupational stress, well-being, behavioral problems, performance. The 
abstracts found (641) have been analyzed in order to find supporting data that the content of this article is 
appropriate for this meta-analysis. The foreign language in which these articles have been published and the search 
has been performed was English.   
We have selected the studies which respected simultaneously the following conditions: 
x articles that used measurement scales specific to emotional regulation;  
x articles that reported at least the Pearson coefficient of linear correlation and the number of the 
subjects
Quorom Diagram 
Studies potential relevant identified and 
verified for the inclusion, n=641
Studies excluded, n=104,  due to:  
Incorrect population, n=31  
Doctoral Thesis, n=3
Lack of relevant data, n==70
Studies excluded, n=52, due to: 
Lack of dates on emotional regulation, n=37
Studies that did not provide sufficient data to 
calculate the meta-analysis
Studies included in meta-analysis, n=16
Abstracts selected after a general view, n=
172
Studies considered for a more detailed 
evaluation, n= 68
Studies excluded, title not relevant for the study, 
n= 469
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2.3. Procedure 
The meta-analysis has been performed according to Hunter and Schmidt (2004) recommendations and its aim is 
to calculate the average correlation coefficients and the confidence interval, after eliminating the sampling errors.  
From the studies searched and analyzed we have identified as useful for our meta-analysis the following: the 
features of the sampling (N) used; the correlation coefficients between the emotional regulation and the variables, 
together with the instruments used to measure these variables (presented in the introductive section of this article).  
2.4. Grouping data 
For a number of the main variables we did not have sufficient studies to be included in the procedure to obtain 
the size of the effect. We have subordinated these variables to larger categories, in order to allow a meaningful 
direction to our study. Example: positive individual factors (Amused/fun-loving, Awe/wonder/amazement, 
Content/serene/peaceful); negative individual factors (Angry/irritated/annoyed, Ashamed/humiliated/disgraced, 
Contemptuous/scornful/disdainful); cognitive factors (Creativity, General IQ, Metacognitive activity); 
environmental trigger events (Aggressive customers, Ambiguous customers expectations, Concentration demands); 
positive emotional activism (Agreeableness, Behavior, Deep acting); negative emotional activism (Appeared 
enthusiastic, Appeared happy, Attention to emotions); organizational factors (Adaptive transfer,  Analogical 
transfer, Colleague support).  
2.5. Data Analysis 
The analyses of the data have been performed according to Hunter and Schmidt (2004) recommendations. In the 
first stage, the correlation coefficients have been transformed into Z (Fisher) coefficients. In the second stage, we 
have calculated the weighted average effect,  weighted average dispersion (dispersion observed), the dispersion due 
to sampling errors and the residual dispersion of weighted average effect (which represents the difference between 
weighted average dispersion and  the dispersion due to sampling errors). In the third stage, we have calculated the Q 
homogeneity test  (Rosenthal & DiMatteo, 2001) and the confidence interval of weighted average effect. The 
confidence interval has been calculated using residual dispersion on a confidence interval of 95.  
If the confidence interval of weighted average effect shows a result statistically significant (> 0), we estimated 
the number of studies not included in meta-analysis that can lead to modification of the results as insignificant result 
(additional N). We considered that a correlation coefficient  r = .05 or r = -.05 is not significant, so we used this 
value for estimating additional N. 
3. Results  
The relation with positive and negative individual factors . 
The results (showed in Table 2) indicated moderate and poor associations between emotional regulation and the 
individual factors, positive and negative, considered in this study. So, emotional regulation correlates significantly 
positive with positive individual factors (r=0.1244) and still positive, but to moderate, with negative individual 
factors (r=0.3178).   
Table 2. The results of the correlations between emotional regulation and individual factors.     
Correlated variable Total N k r/ average effect Obs. Var. r min r max  Q Test 
Positive individual factors 858 6 0.1244 0.0012 0.0567 0.1920 Q(5)=33.0455, p=0 
Negative individual factors 6335 7 0.3178 0.0002 0.2931 0.3425 Q(6)=142.4991, p=0 
Legend: Total N = the total number of subjects for whom have been calculated the average effect; k = the number of independent samples; r 
medium effect = the value of effect size; Obs. Var. = the observed dispersion of the results; r min = the minim value of confidence interval of 
average effect; r max = the maximum value of confidence interval of average effect;  Q test = the homogeneity test 
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The relation with cognitive factors  
The results (as in Table 3) show poor associations between emotional regulation and cognitive factors used in this 
study.  So, the emotional regulation correlates significantly positive with cognitive factors (r=0.0917).    
Table 3. The results of the correlations between emotional regulation and cognitive factors  
Correlated variable Total N k r/ average effect Obs. Var. r min r max  Q Test 
Cognitive factors 1334 5 0.0917 0.0008 0.0377 0.1456 Q(4)=95.0555, p=0 
Legend: Total N = the total number of subjects for whom have been calculated the average effect; k = the number of independent samples; r 
medium effect = the value of effect size; Obs. Var. = the observed dispersion of the results; r min = the minim value of confidence interval of 
average effect; r max = the maximum value of confidence interval of average effect;  Q test = the homogeneity test 
The relation with the trigger events from the organizational environment 
The results (as in Table 4) show that the relations between emotional regulation and trigger events of the 
environment used in this study are very poor. So, the emotional regulation correlates significantly positive, but poor, 
with the trigger events of organizational environment (r=0.0276).     
Table 4. The results of the correlations between emotional regulation and the trigger events of the environment.   
Correlated variable Total N k r/average effect Obs. Var. r min r max  Q Test 
Environment trigger events 6247 6 0.0276 0.0002 0.0028 0.0524 Q(5)=45.9158, p=0 
Legend: Total N = the total number of subjects for whom have been calculated the average effect; k = the number of independent samples; r 
medium effect = the value of effect size; Obs. Var. = the observed dispersion of the results; r min = the minim value of confidence interval of 
average effect; r max = the maximum value of confidence interval of average effect;  Q test = the homogeneity test 
The relation with emotional activism  
The results of this investigation (presented in Table 6.4.) show that the relation between emotional regulation and 
emotional activism is moderate. So, emotional regulation correlates significantly positive and moderate with 
positive emotional activism  (r=0.2543) and what is surprising is the poor and statistically insignificant relation 
between the emotional regulation and the negative emotional activism (r=-0.0255).      
Table 5. The results of the correlations between emotional regulation and emotional activism   
Correlated variable Total N k r/ average effect Obs. Var. r min r max Q Test 
Positive emotional activism  690 5 0.2543 0.0015 0.1788 0.3297 Q(4)=20.5286, p=0.0004 
Negative emotional activism 6864 6 -0.0255 0.0001 -0.0492 -0.0018 Q(5)=23.9358, p=0.0002 
Legend: Total N = the total number of subjects for whom have been calculated the average effect; k = the number of independent samples; r 
medium effect = the value of effect size; Obs. Var. = the observed dispersion of the results; r min = the minim value of confidence interval of 
average effect; r max = the maximum value of confidence interval of average effect;  Q test = the homogeneity test 
The relation with the organizational factors   
The results (as in Table 6) show that the relation between emotional regulation and organizational factors used in 
this study are very poor. So, the emotional regulation correlates statistically insignificant and negative with the 
environment organizational factors (r=-0.0776).     
Table 6. The results of the correlations between emotional regulation and organizational factors.   
Correlated variable Total N k r/average effect Obs. Var. r min r max Q Test 
Organizational factors 2140 8 -0.0776 0.0005 -0.1202 -0.0350 Q(7)=40.996, p=0 
Legend: Total N = the total number of subjects for whom have been calculated the average effect; k = the number of independent samples; r 
medium effect = the value of effect size; Obs. Var. = the observed dispersion of the results; r min = the minim value of confidence interval of 
average effect; r max = the maximum value of confidence interval of average effect;  Q test = the homogeneity test 
4. Discussions  
In literature, the prediction of the emotions management factors is important in order to identify the best methods 
to reduce this phenomenon and to increase the well-being of the organization.  In a recent meta-analysis, Hülsheger 
& Schewe (2011), have reconfirmed that there is a significant relation between the regulation of surface emotions 
378   Eugen Dumbravă /  Procedia - Social and Behavioral Sciences  128 ( 2014 )  373 – 379 
and the well-being and performance of the employees. So, the quantitative results showed that the dissonance of 
surface emotions regulation is harmful for the well-being and the performance of the employees.  
Regarding the connection intensity with the emotional regulation predictors, the negative individual factors are 
best represented, the positive individual factors and the cognitive factors remain in the low intensity area. As for the 
environmental trigger events, they have the lowest intensity in this ranking.      
The most important effect of the relation with emotional regulation is the positive emotional activism, the 
negative emotional activism spectrum and the organizational factors being irrelevant in emotional regulation.   
This meta-analysis highlighted a series of variables with prediction potential for emotional regulation: negative 
and positive individual factors, along with the cognitive factors and the environmental triggers events. Without 
neglecting the share of the other predictors, one of the future investigating directions of our study will be the one of 
negative and positive individual factors in structuring emotional regulation. The other effects of emotional 
regulation will not be under this study. Though, their existence cannot be denied and will be taken into account in 
the section of theoretical and practical implications.   
References 
Ashforth, B.E. & Humphrey, R.H. (1993). Emotional labor in service roles: The influence of identity. Academy of Management Review, 18(1), 
88-115.  
Ashkanasy, N. M., Härtel C.E.J., Daus C.S. (2002). Diversity and Emotion: The New Frontiers in Organizational Behavior Research. Journal   
                  of Management, 28(3) 307–338.      
Barker, J.R. (1993). Tightening the Iron Cage: Concertive Control in Self-Managing Teams. Administrative Science Quarterly 38(3): 408-37. 
Barling, J. (1996). The prediction, psychological experience, and consequences of workplace violence. In G. R. VandenBos & E. Q. Bulatao 
(Eds.), Violence on the job: Identifying risks and developing solutions (pp. 29-49). Washington, DC: American Psychological Association. 
Berkowitz, L., & Friedman, P. (1967). Some social class differences in helping behavior. Journal of Personality and Social Psychology, 5, 217-
225.
Bies, R.J. & Tripp, T.M. (2005). The Study of Revenge in the Workplace: Conceptual, Ideological, and Empirical Issues, In Fox, Suzy (Ed); 
Spector, Paul E. (Ed).Counterproductive work behavior: Investigations of actors and targets. (pp. 65-81).American Psychological 
Association. vii, 329 pp. 
Bolton, S. and Boyd, C. (2003). Trolley Dolly or Skilled Emotion Manager? Moving on from Hochschild’s Managed Heart. Work, Employment 
and Society 17(2): 289– 308.
Bolton, S.C. (2005). Emotion Management in The Workplace. Palgrave MacMillan, NY.   
Braverman, H. (1994). The degradation of work. In Clark, H., Chandler, J., & Barry, J. (Eds.), Organisation and Identities: Text and Readings in 
Organisational Behaviour, 385-387. London and Glasgow.  
Callaghan, G. and Thompson, P. (2002). We Recruit Attitude: The Selection and Shaping of Routine Call Centre Labour. Journal of Management 
Studies 39(2): 233–54.  
Callahan, J.L. & McCollum, E.E. (2002). Conceptions of emotion research in organizational contexts. Advances in Human Resource 
Development,  4(1), 4-21.  
Callahan, J.L. (2004). Reversing a conspicuous absence: Mindful inclusion of emotion in structuration theory. Human Relations; Nov 2004; 57, 
11; ABI/INFORM Global pg. 1427. 
Cameron, K.S., Jane, E.D. and Robert, E.Q. (2003). Positive Organizational Scholarship: Foundations of a New Discipline. Berrett-Koehler 
Publishers. 
Fineman, S. & Sturdy, A. (1999). The emotions of control: A qualitative exploration of environmental regulation. Human Relations, 52, 631-63.  
Fineman, S. (2000). Emotion in Organizations. SAGE Publication Ltd, London.  
Fineman, S. (2003). Understanding Emotion at Work. SAGE Publication Ltd, London.   
Fox, S. & Spector, P.E. (2002). Emotions in the workplace. The neglected side of organizational life introduction. Human Resource 
Management Review 12, 167–171. 
Grandey, A.A., Tam, A.P., & Brauburger, A.L. (2002). Affective states and traits in the workplace: Diary and survey data from young workers. 
Motivation and Emotion, 26, 31-55.  
Hülsheger, U.R., Schewe, A.F.(2011). On the Costs and Benefits of Emotional Labor: A Meta-Analysis of Three Decades of Research, Journal of 
Occupational Health Psychology, Vol. 16, No. 3, 361–389.  
Lashley, C. (2001). Empowerment: HR Strategies for Service Excellence. Oxford: Butterworth-Heinemann.  
Lashley, C. and Lee-Ross D. (2003). Organization Behaviour for Leisure Services. Butterworth Heinemann. 
Parkin, W. (1993). The public and the private: gender, sexuality and emotion. In Fineman, S. (Ed.), Emotion in Organizations, Sage Publications, 
London. 
Parkinson, B. (1991). Emotional stylists: Strategies of expressive management among trainee hairdressers. Cognition and Emotion, 5, 419- 
434.
Putnam, L., & Mumby, D. (1993). Organizations, emotion and the myth of rationality. In S. Fineman (Ed.). Emotion in organizations. London: 
Sage Publications, pp. 36-57. 
Quick, J.C., Gavin, J.H., Cooper, C.L., Quick, J.D. (2004).  Working together: Balancing  head  
379 Eugen Dumbravă /  Procedia - Social and Behavioral Sciences  128 ( 2014 )  373 – 379 
and heart. In Rozensky, Ronald H. (Ed); Johnson, Norine G. (Ed); Goodheart,  Carol D. (Ed); Hammond, W. Rodney (Ed). Psychology builds a 
healthy world: Opportunities for research and practice. (pp. 219-232). American Psychological Association. xxiii, 336 pp. 
Salovey, P. and Mayer, J.M. (1990). Emotional Intelligence, Imagination, Cognition, and  Personality 9: 185-211.  
Salovey, P., Mayer, J. D., Caruso, D., Lopes, P. N. (2003). Measuring emotional intelligence as a set of abilities with the Mayer-Salovey-Caruso 
Emotional Intelligence Test. In Lopez, Shane J. (Ed); Snyder, C. R. (Ed). Positive psychological assessment: A  handbook of models 
and measures. (pp. 251-265). American Psychological  Association. xvii, 495 pp.  
Sheehan, K. H., Sheehan, D. V., White, K., Leibowitz, A., & Baldwin, D. C. (1990). A pilot study of medical student abuse: Student perceptions 
of mistreatment and misconduct  in medical school. Journal of the American Medical Association, 263, 33-537. 
Shuler, S. & Sypher, B.D. (2000). Seeking emotional labor: When managing the heart  enhances the work experience. Management 
Communication Quarterly, 14(\), 50-89. 
Sillamy, N. (1996). DicĠionar de Psihologie. Editura Univers Enciclopedic, Bucureúti.
Spector, P.E. & Fox, S. (2005). The Stressor-Emotion Model of Counterproductive Work  
Behavior. In Fox, Suzy (Ed); Spector, Paul E. (Ed), Counterproductive work  behavior: Investigations of actors and targets. (pp.  
151-174). American  Psychological Association. vii, 329 pp.  
Watson, D. and Tellegn, A. (1985). Toward a Consensual Structure of Mood. Psychological Bulletin 98: 219-35.  
Weiss, H. M., & Cropanzano, R. (1996). Affective events theory: A theoretical discussion of  
the structure, causes and consequences of affective experiences at work. Research in Organizational Behavior, 18, 1-74.  
Zapf, D. & Einarsen, S. (2005). Mobbing at Work: Escalated Conflicts in Organizations. In Fox, Suzy (Ed); Spector, Paul E. 
(Ed).Counterproductive work behavior: Investigations of actors and targets. (pp. 237-270). American Psychological Association. vii, 329 pp. 
Zapf, D. (2002). Emotion work and psychological well-being. A review of the literatureand some conceptual considerations. Human Resource 
Management Review 12,  237–268. 
Zapf, D., Vogt, C., Seifert, C., Mertini, H., & Isic, A. (1999). Emotion work as a source of stress: The concept and development of an instrument.  
European Journal of Work and Organizational Psychology, 8, 370-400.  
Zerbe, W J., & Hartel, C. E. J. (2000). Commentary: Emotions as Mediators and Moderators. In Ashkanasy, N. M., Hartel, C. E. J., & Zerbe,            
                 W J. (Eds.), Emotions in the Workplace:  Research Theory and Practice, 156-161.Westport: Quorum Books. 
